The purpose of the study was to examine the relationship between the organizational justice and organizational identification perceptions of the academicians in terms of some variables. The descriptive review model was used in the study as the method. As the data collection tool, the "Organizational Justice Perception Scale", which was developed by Colquitt (2001) whose Turkish adaptation was performed by Özmen, Arnak and Özeri (2007), and the "Organizational Identification Scale", which was developed by Mael and Ashforth (1992) whose Turkish adaptation was performed by Polat (2009), were used in the study. The study group consisted of 207 volunteering participants (152 male, 55 female) who worked at Sports Sciences Faculties of universities and who were selected according to the simple random sampling method The Multilinear Regression Analysis was used to examine the effect of organizational justice scores of the academicians who worked at Sports Sciences Faculties of universities on organizational identification levels. For the purpose of determining the difference between the organizational justice and organizational identification levels of the academicians according to gender and marital status, the Independent Samples t-test was applied; and the One-Way ANOVA test was applied to determine the difference according to service years and the department worked at. The significance level was determined as 0.05.
INTRODUCTION
Today's organizational structures, which have the tendency of being transformed into more flexible ones with horizontal positioning property, having increased communication between employees, with employees being in control of the mechanisms and with intra-organizational network structures, are gaining more importance. In such organizations, interpersonal communication and coordination has gained importance and has even become a requirement. No doubt, the most important element in this new order is "knowledge". For this reason, the most important factor that may acquire, create, evaluate and use this knowledge is the "human factor" (Akyel, 2017) . Organizations, which consist of humans coming together to realize their certain goals, must use the human factor, which constitute one of the most important resources, in an efficient way in order to sustain their existence in today's competitive world. In establishing the balance between the aims or the individual and the organizational aims, in reducing the employee turnover rate, and in ensuring the employee effi-ciency, one of the most important factors is the organizational identification levels of employees. As the identification levels of employees increase, it becomes easier for them to adopt the aims of the organization, and it is facilitated that they see themselves as identified with their organization, the sacrificing feelings increase, the membership of the organization may be continued in a voluntary manner, and the roles may be realized in an efficient manner (Yazıcıoğlu & Topaloğlu, 2009 ).
Major-scale changes or transformations experienced in the external conditions of organizations have increased the importance of the psychological relation between employees and organizations. In other words, all organizations expect that employees love their work places, have the feeling of loyalty, and do not have the cease of employment intentions; i.e. they require that employees identify their organizations with their individual identities. Making organizational membership becomes an important part of the identities of employees ensuring that they feel proud when they are defining themselves as one of the members of the organization, have key roles in terms of acquiring longterm successes under the conditions that are now present (İşcan, 2006) .
The individuals', who constitute the organization, adopting the aims and values of the organization, integrating themselves with the organization and trying to bring more benefit in this term in the organization, and considering some serious sacrifices for these purposes, being identified with the organization, trying to bring more benefits for the company, feeling trust in their organizations and managers and colleagues; being present in a fair organizational structure, having a sense of belonging and loyalty for the organization cause that they become more efficient and productive (Candan, 2014) .
One of the most important factors in ensuring the organizational identification is the beliefs of employees in working in an environment that have justice. The organizational justice, which is one of the concepts that is the subject matter of the present study, and is also one of the fields on which intense studies are conducted in organizational psychology, human resources management, organizational behavior fields, and it was accepted that this was an important field in realizing the functions of an organization (Greenberg, 1990a) .
The organizational identification and organizational justice concepts, which are among the important factors in ensuring organizational efficiency and productivity, are among the topics that are emphasized with great importance by fields like organizational behavior and human resources management. Based on this point, analyzing the relation between the organizational justice perceptions and organizational identification levels of academicians and examining this relation in terms of some variables constitute the main aim of the present study.
Organizational Identification
Organizational identification is defined as the perception of being unified with the organization in which the individuals define themselves in the scope of the organization to which they belong, the success or failure of the organization with which they integrate themselves and is said to be a special form of social identification (Mael & Ashfort, 1992) . Organizational identification may also be defined as the harmonization of individuals with the targets of the organization they belong to (Edwards, 2005). Dutton et al. (1994) defined the identification as the overlapping point between the "cognitive bond between one's individuality and the definition of his/her organization" and the "cognitive image" constructed by the organization and the identity of the member of the organization or a member's using the same statements s/he uses to define himself/herself for defining his/her organization. When organization members classify themselves in a social group (organization) that is different and centralist, and that has permanent qualities, organizational identification is strengthened.
Lee (1971) dealt with organizational identification over three basic phenomena, belonging, loyalty and showing common characteristics. As a sense of belonging, identification refers to a phenomenon that comes from common targets that are shared with others in the organization. As loyalty and identification is discussed around the attitudes and behaviors that support the organization. These attitudes and behaviors include adopting and supporting organizational aims, being proud of the success of the organization, and defending the organization to outsiders. Identification, as common characteristics, on the other hand, refers to the similarities between employees. These similarities may be demographic characteristics, attitudinal characteristics, educational level, experience, gender, race, age, success, job level, job type and some other similar aspects (Cited by İçkes & Yılmaz, 2017).
Another way of defining the organizational identification is the Social Identification Theory (Mael & Ashforth, 1992) . Social Identification Theory assumes that individuals acquire social identities and therefore individual identities through organizational membership. This viewpoint is based on two main assumptions. The first one claims that employees are motivated in order to strengthen their self-respect, and the other one claims that people use categories and comparisons to create their own environment and define a place for themselves in this environment. social identification theory-based identification, which explains organizational identification, is based on the feeling that the organizational belonging and membership to the organization will strengthen the self-respect (Turunç & Çelik, 2010 ).
According to Hall et al. (1970) , identification mainly consists of three elements. The main element of identification is that individual believes in organizational aims and values, and accept them. In this way, identification may be seen as the integration process of organizational and individual aims. The second element of identification is that the individual does the activities that constitute his/her organizational role in a willing manner. For an individual who adopts the aims of the organization as if they were his/her own aims, working to realize them is a source of satisfaction. In other words, the levels of the satisfaction of the work done is proportional to the level of the organizational identification level. The side of one's personality shows a great development after s/he joins the organization when compared with other sides. An individual who loves competitions is inclined to identify himself/herself with a job that may bring profit, an individual who has the need for bonding is inclined to identify himself/herself with an organization generally in the field of service sector. The third element of identification is that individuals must be willing to sustain their membership to the organization. Although those who identify themselves with the organization find better conditions in terms of salary, promotion and respectfulness, they may not leave their organizations (Cited by Polat & Meydan, 2010) .
The organizational identification level of an individual shows how much his/her self-identity is devoted to the organization. If the organizational membership has gained a place in the self-identity of an employee, if it has gained an important position that is more important than the membership in other social groups, this individual has identified himself/herself with the organization at a high level (Karabey & İşcan, 2007) . In previous studies, it was reported that identification caused positive outcomes in the attitudes and behaviors, and in this respect, it affected the motivation, job performance and satisfaction, individual decision-making and employee Interactional (Cheney, 1983; Scott et al., 1988) .
Organizational Justice
Organizational justice is explained with the procedures used in distributing the acquisitions and in making decisions and with the rules and social norms that are required by the Interactional among individuals (Folger & Konovsky 1989; Greenberg, 1990b) . Organizational justice may be defined as the positive perception of the decisions and practices of the managers by employees. In other words, organizational justice is the way in which employees perceive how the salaries, rewards, fines and promotions in the organization are distributed, how these decisions are taken, or how these decisions are told to employees ( The historical development of organizational justice is based on the "Adams' Equity Theory" of Adams (1963) , and still keeps its importance in our present day. According to this theory, an individual makes an accountancy of inputs and outputs in his/her job. In other words, this theory consists of the balance between the sacrifices of an individual made for his/her job (input) and the values s/he acquires as a result (output). The inputs are the things given by the individual to the organization (mastership, effort, training received, experience, etc.); the outcomes are the things given to the individual by the organization (reputation, salary, appreciation, promotion in profession, etc.). In other words, the basis of the Equity Hypothesis of Adams (1963) is the desires of the people for being treated in a fair manner. According to the hypothesis, equity means that the individual believes that s/he is treated in a fair manner compared with other people in work place; inequity means that the individual believes that s/he is not treated in a fair manner when compared with other people in work place. In the Equity Theory of Adams, the individual reaches satisfaction in case the input-output rate is balanced. The Equity Theory directed the attention of organizational scientists to conduct studies on justice concept (Mowday,1987) .
Justice perceptions in management field are examined in four dimensions, which are Distributional Justice, Procedural Justice, Informational Justice and Interpersonal Justice. At first, the researchers intensified on "Distributive Justice" dimension, which included mostly the decision-making processes (Colquitt, 2001; Deutsch, 1975; Homans, 1961 , Leventhal, 1976 . As scientific studies on organizational justice increased, it was revealed that the distributive justice, which only involved the decision-making processes, were not adequate alone; and different researchers started to investigate new dimensions that included organizational justice (Alexander & Ruderman, 1987; Bies & Moag, 1986; Greenberg, 1987; Leventhal, 1980; Moorman, 1991) . Although debates are still ongoing on the dimensions of organizational justice, the model which was proposed by Colquitt (2001) and which included 4 dimensions mentioned in his study in which he reported meta-analytic findings, was the most-preferred method in the literature.
Distributional justice is related with the righteousness of the administrative decisions on the situation of some acquisitions of employees like salary and promotion (Dailey & Kirk, 1992) . In other words, the distributional justice seeks the answer to the question "Do employees perceive the salary, rewards and promotions they receive as being fair?". Until recently, the distributional justice on the distributional of the acquisitions was considered as the sole dimension of organizational justice perceptions (Cohen-Charash & Spector, 2001). In another definition, distributional justice was defined as "the equity evaluation of employees on the rewards given for their own inputs" of employees (Mueller et al., 1999) . Distributional justice requires that individuals are behaved on a basis that is defined as ethical and objective. According to these principle, the individuals who are similar in terms of related aspects must be treated similarly; however, different individuals must be treated differently at a rate of their differences (Foley et al., 2002) . Procedural Justice is defined as the justice perception on the methods and processes used in determining the acquisitions (Cropanzano & Folger, 1991) . Konovsky (2000) stated that procedural justice is related with how distributional decisions are made, and with objective and subjective situations. Bies and Moag (1986) pointed out to the importance of the quality of interpersonal behaviors when the proceedings are performed and called this "Interactional Justice". In this respect, Greenberg (1993) claimed that Interactional justice should be examined under two dimensions which are interpersonal justice and informational justice. Interactional Justice includes some behaviors like caring for employees, being respectful, and announcing a decision that is defined as a social value to employees. Informational justice, on the other hand, may be defined as providing information on the realization of proceedings, distributional of acquisitions, and explaining these to employees ). Colquitt (2001) defined interpersonal justice with the level of courtesy, value and respect shown by authorities (managers) who participate in the realization of acquisitions to employees.
METHOD

The Model of the Study
The study is a descriptive research designed as a relational survey method. The aim of this model is to determine the existence and level of the covariance among more than one variables (Karasar, 2005) .
The Study Group
The study group consisted of a total of 207 volunteering participants (152 male and 55 female) who were selected according to the "Simple Random Sampling Method" from among academicians who worked at Sports Sciences Faculties of different universities.
The Data Collection Tool
For the purpose of determining the data of the academicians who participated in the study according to their gender, marital status, service years, and their departments at their work places, a Personal Information Form was created. Before the other scales, the Personal Information Form was applied to the participants. The "Organizational Justice Perception Scale", which was developed by Colquitt (2001) , and which was adopted into Turkish by Özmen, Arnak and Özeri (2007), was used as the data collection tool. The scale, which is designed according to the 5-Point Likert Type, consisted of 20 items and 4 sub-dimensions (Procedural Justice
Again, in the study, another measurement tool, the "Organizational Identification Scale", which was developed by Mael and Ashforth (1992) , and which was adopted into Turkish by Polat (2009), was used. As a result of the analyses, the reliability coefficient of the scale, which was leveled in the form of 5-Point Likert Style and which consisted of single dimension, was found to be .91.
The Analysis of the Data
In the present study, the Multilinear Regression Analysis was used to examine the effect of organizational justice scores of the academicians who worked at Sport Sciences Faculties of universities on their organizational identification levels. The Independent Samples t-test was used to determine the difference between the organizational justice and organizational identification levels of the academicians according to gender and marital status; and the One-Way ANOVA test was used to determine the difference according to service years and the department worked. The significance level was determined to be 0.05.
FINDINGS
One of the most important assumptions in regression analysis is the multicollinearity problem. The multicollinearity problem shows that there are high-level relations between independent variables (r> 0.90) (Çokluk, Şekercioğlu & Büyüköztürk, 2010) . Many methods were suggested to test the multicollinearity problem, which appears depending on high correlation between independent variables. One of these methods is the examination of the correlation between the independent variables (Büyüköztürk, 2011; Çokluk et al., 2010) . As a result of the correlation analysis which was performed to determine the level of the relation between independent variables it was determined that the highest relation level was 0.738. This finding may be stated as there is no multicollinearity problem between the independent variables.
According Table 2 , a positive, medium-level and significant relation was determined between the Procedural Justice, Distributional Justice and Interpersonal Justice sub-dimensions and Organizational Identification levels (R= .514, R 2 = .264, According to Table 5 , it was determined that the Organizational Identification and Informational Justice sub-dimension scores of the academicians differ according to service years at their work places. According to the Organizational Identification sub-dimension of the academicians who had service years over 18 years and between 6 and 11 years, it was determined that there was a significant difference in favor of the academicians who had 18 years and over service years (F (3, 203) : 3,004; p<0,05). Similarly, it was determined that there is a significant difference in favor of the academicians who had service years between 12-17, when those who had 6-11 service years and 6-11 were compared according to informational justice dimension (F (3, 203) : 3,425; p<0,05).
In Table 6 , it is seen that it was determined that the Organizational Identification, procedural justice, Distributional Justice, Interpersonal Justice and Informational Justice sub-dimension scores of the academicians did not differ according to the department at which they worked. 
DISCUSSION AND RESULT
When the results of the regression analyses between the scale which were used as a data collection tool were considered (Table 2) , it was determined that there is a positive, medium-level and significant difference between the Organizational Identification levels and Procedural Justice, Distributional Justice and Interpersonal Justice sub-dimension of the Organizational Justice Scale (R=.514, R 2 = .264, p<.000). In other words, it is possible to claim that as the Procedural Justice, Distributional Justice and Interpersonal Justice sub-dimension scores of the academicians who worked at universities increase, so do the Organizational Identification scores. Greenberg (1990a) claimed that in the long run, justice was a basic requirement for the identification of employees with the organization and for the functioning of the organization. Because justice perception shapes the thinking styles, feelings and the activities of individuals (Özdemir, 2010) . It is considered that Organizational Justice perception strengthens the bond between the employees and their work places (Thompkins & Cheney, 1985) . When employees evaluate the organization practices and the acquisitions they will have in a fair manner, they will think that their organization cares about them and behaves respectfully. This attitude, predisposition or behavior that appear in the employee will ensure that the employee bonds to the organization in an affective way, and identifies with it as a result of positive, volunteering and cooperative behaviors.
The relevant literature points out that one of the most important organizational factors is the Organizational Justice Perception (Cremer, 2005; Brewer & Kramer, 1986; Olkkonen & Lipponen, 2006) . The findings of the present study support these findings. In addition, in similar studies, it was also concluded that there is a positive relation between Organizational Justice sub-dimension and Organizational Identification level, which is parallel to the findings of the present study (Turunç, (2001), as the procedural justice increases, the tendency also increases in employees to identify themselves with their organizations. When the results of the present study are analyzed, it is possible to claim that the inclinations of the employees increase when they believe that the procedures used during organizational processes, equity principles, and interpersonal relations are fair. Employees, who think that interpersonal relations, practices, information sharing in the organization and the acquisitions they have are fair, believe that they are cared and respected for by their organizations. Feeling that one is respected and cared for in an organization increases the self-respect of him/her, and s/he will try to identify himself/herself with the organization to protect their self-respect and to identify themselves (Tyler & Blader, 2003) . In this respect, it is possible that employees respond to the care and sensitivity of their organizations in treating employees in a fair way by caring for their organizations, defending it and seeing it as the part of their identities, in brief, by identifying themselves with their organizations.
According to the data obtained in the present study, it was determined that the organizational identification levels of the academicians were at a high level ( X = 3,8) . Academicians, who are the most important value for universities, spend their efforts by using their knowledge, skills and attitudes for their organizations. In this respect, the existence of academicians who have high identification levels may increase the productivity of universities. Because the performance criteria of academicians who work at universities like the number and quality of publications affect directly the world ranking of universities. The results of the study show that the participants experience the Organizational Identification feeling at a very high level, they see themselves as a part of their organizations, and their scores in identification themselves with their organizations are high. It is possible to claim that these high scores stem from the fact that academicians see their work not only as a profession but also as a life style (Tolukan et al., 2016) . In this respect, according to the study findings, the high identification levels of academicians with their organizations may stem from the fact that they trust their colleagues, they believe that they are in a fair organizations structure, they feel a sense of belonging and loyalty for their organizations, they establish affective bonds with their organizations by integrating their organization and profession with their personal values, they have high interpersonal communication levels, and they adopt and love their professions with the enlightening effect of science. The level of one's identification of himself/herself with his/her organization reflects the bonding level of him/her with his/her organization. The self-entity of an individual who has a strong identification with his/her organization integrate the discriminative, central and permanent features felt for the organization with the discriminative, central and permanent features of one's own. In this respect, if the identity of an employee as a member of the organization attracts more attention than the other identities, and if an employee uses the concepts s/he uses to define the organization to define himself/herself, it is accepted that this individual has identified himself/herself with his/her organization in a strong level (Dutton et al., 1994 ).
According to the study results, it was determined that the Distributional Justice, Procedural Justice and Informational Justice perceptions of academicians are generally at a medium level, and interpersonal justice dimension is at a high level (4, 4) . According to Sarıkoyuncu and Ağca (2018) , when employees working at an organization form their perception and attitudes towards their organization, they are affected by the Organizational Justice applied by the organization at a great deal. The Organizational Justice applied to employees ensures that organization members satisfy the psychological and social needs of organization members, they integrate with their organizations, adopt the aims of the organizations, their devotion to organizations increases, in other words, they adopt their organizations, and therefore, it also ensures that employees work in a more efficient and productive way. In this context, the Organizational Justice perception level of academicians being determined as over medium level is a positive situation for sport sciences faculties. Educators' being successful and efficient is one of the most important indicators in reaching success for educational organizations. Because high Organizational Justice perceptions of employees about the practices in educational faculties appear before us as factors effecting the productivity of organizations and employees (Aytaç, 2018) . It was also determined in the present study that the academicians were inclined more towards the Interpersonal Justice dimension. The negative reaction of an employee to a behavior that s/he sees to be improper is associated with Interpersonal Justice. In this respect, it is possible to claim that academicians' level in considering the respect, sensitivity and caring in a behavior done to him/her is interpreted as an important criterion by the academicians in Organizational Justice perception (Bies & Moag, 1986 ).
In the analysis made between the gender variable of the academicians and the sub-dimension of Organizational Justice Scale, it was determined that female participants had higher average scores in all dimensions, and there is a significant difference in Informational Justice sub-dimension. Parallel to the study results, Çakar (2015) determined in his study that the expectations of female academicians were more than those of male academicians in all justice perceptions, and explained this situation as the gender being one of the factors that affect working conditions of employees in an organization. As the reason for similar identification levels of academicians according to the gender variable, we may show the fact that social gender roles associated with males and females are not effective at universities, and in general, academicians are talked about as scientists. Parallel to the results of the present study, Başar (2011) conducted a study on teachers and reported that the identification levels did not vary at a significant level according to gender and marital status variables. In addition, Lovelace and Rosen (1996) stated that the results of the analyses of many studies in the literature conducted on the identification of individuals with their organizations and on the individual-organization agreement did not vary according to race and gender variables. However, Nartgün and Kalay (2014) conducted a study in educational field, and reported that the identification status of teachers with their organizations they work differed at a significant level in terms of the gender variable in favor of the male participants. The results of this study differ from the results of the present study of ours.
While no significant differences were detected in the analysis made in the sub-dimensions of Organizational Justice Scale about the marital status variable of the academicians, it was determined that the perception levels of married and female participants were similar. Different from the results of the present study, Akduman et al. (2015) examined the differences in Organizational Justice according to marital status. As a result of the analyses, it was determined that the Organizational Justice perceptions of the single participants were higher than those of the married participants. The difference between the two studies might stem from the fact that academicians have different careers and titles in the society as professional perception and in personal terms and the identities of academicians are over the social gender perception.
According to the data of the present study, it was determined that there were significant differences in the Organizational Identification sub-dimension according to the service years between those with 18 years and above service years and those with 6-11 years in favor of those with 18 years and above; and in the informational justice dimension, between those with 12-17 years and 6-11 years in favor of those with 12-17 service years. Mael and Ashforth (1992) reported that the seniority of employees, the existence of role models in the organization, and the opportunities provided by the organization for its employees increased the identification levels. The seniority and sense of belonging, which are among individual factors, affect the identification in a direct way (Cüce et al., 2013) . In this respect, it is possible to claim that as for the professional characteristics of the academicians, the changes in the titles that come parallel to the service years, and as a result, increasing economic and social opportunities are consistent with the literature. In his study, Korkut (1990) explained this situation as the elongation of the service years in the organization strengthening the identification of the employee with his/her organization.
When the study findings given in Table 6 are interpreted, it is seen that it was determined in the present study that the Organizational Identification, procedural justice, Distributive Justice, Interpersonal Justice and informational justice sub-dimension scores of the academicians do not differ at a significant level according to the departments they work in their organizations. The lack of significant difference might stem from the value and position given to the academician in the society, the attraction of being an academician.
When we interpret the Organizational Identification concept by considering the groups in an organization, we see that the most important focal point of the identification between the employees and their organizations occurs at the point when the employees identify themselves with their own careers and with their own professions (Başar, 2011) . Similarly, Bamber and Iyer (2002) reported that identification with profession, identification with organization had a significant effect on Organizational Identification, which supports the findings of the present study in this context. As a result, in the present study it was concluded that there is a positive relation between the procedural justice, Distributional Justice and Interpersonal Justice, which are sub-dimensions of Organizational Justice, and the Organizational Identification levels of the academicians working at sport sciences faculties; the Organizational Identification levels of the participants were at a high level; the Organizational Justice perceptions are above the medium level; and the increase of service years, which is one of the demographical variables, has a positive impact on these levels.
